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Abstract 
 
This present research recorded the opinions and attitudes of the respondents, based on a questionnaire applied to administrative 
stakeholders, from companies with activity in the agricultural sector, in South Muntenia Development Region, regarding the 
identification of  skills and behaviours specific to leadership. The questionnaire, comprising 15 questions, was applied to a 
number of 1057 respondents from 106 companies. The sample was selected with a statistical step of sampling, based on studies, 
specializations obtained through studies, position held in the company, in order to provide a representative sample in terms of age 
groups and responsibilities of the position, leading to behaviours and attitudes specific to leadership. Leadership is beginning to 
be perceived as a reality. There is promising potential for the emergence of a generation of efficient leaders, especially that, 
leadership was introduced as a subject of study in the academic area. The main conclusion of the case study is that, one of the 
things very rarely understood in Romania in terms of leadership is, that being a leader is not a privilege, but  a responsibility! 
© 2015 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of Academic World Education and Research Center. 
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1. Introduction 
 
 For 46 years, before 1990, in Romania, the responsibility was the sole leader; Thus, people learned through really 
ingenious methods, almost unimaginable, how to escape from responsibility, how to make it inexistent!  We can not 
talk about a general plan of development of leadership in the Romanian economy. There is not a tradition of 
leadership yet; only in the international companies in Romania we can talk about it. Managers are more involved in 
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solving the subordinates tasks and less coordination, due to the lack of confidence in the ability of the employees to 
carry out the respective tasks (Bennis & Nanus, 2000). However, in the last decade there is an increasing interest in 
research and development programs of leadership in the business sector in Romania. Based on these considerations, 
the present study aimed to identify skills and behaviours specific to leadership in the Romanian business sector, 
especially in the agricultural production sector, through the case study elaborated in South Muntenia Development 
Region in Romania. 
 
2. Methods 
 
The quantitative on site research was carried out in the period February - May 2014, based on semi-standardized 
questionnaire, applied face to face, in the work place of the respondents from 106 companies with main activity - 
agricultural sector. People with administrative responsibilities were interviewed, respectively: administrators, 
managers, responsible farms, sections and departments, responsible for other staff.  
The research recorded the opinions and attitudes of the above mentioned respondents from 106 companies in 
South Muntenia Development Region, regarding the identification of skills and behaviours specific to leadership, 
namely: communication within the organization; management of a team that will lead to the successful achievement 
of objectives; role and training of leader in the organization; tasks achievement and efficient time organization; 
change perception and performance and behaviour improvement; leaders characteristics, perception of the 
organization values; conflict management  
3. Findings and results 
Leadership and management are two distinctive and complementary systems of action, each with its specific 
functions and characteristics. Both are necessary in order to succeed in  a business sector whose complexity is 
increasing (Bennis & Nanus, 1985). Any organization should be aware that strong leadership accompanied by a poor 
management is not good and sometimes it can be even worse than the reverse. True performance is the combination 
of a strong leadership with a strong management and their mutual compensation (Mielu, 2004). Leadership means to 
raise up a man's vision, to take a man's performance to a higher standard, to build a man's personality beyond the 
limits he has. Leadership requires as well as management, a management of employees activities, the responsibility 
for them and leading them in order to achieve the objectives (Cretu, et al. 2008).  
A good leadership matters also for the development of the agricultural managerial spirit because it can lead the 
organization to success and it can have a positive impact on the lives of thousands of people. 
 
3.1. Presentation of South Muntenia Region 
 
The organizational and economic characteristics of South-Muntenia Region are included in the general 
framework of regional policies implementation in Romania, highlighting the region economic specific due to 
topography, demographic issues and employment, the economic development of the industrial sector, agriculture 
and services, transport and tourism of the region. The rural area in South-Muntenia Region (South Muntenia 
Regional Development Agency, Update 2013, Regional Development Plan 2007-2013) was made in 2012 of a 
number of 519 communes, with 2019 villages, covered in 7 counties; the rural population had 1,901,233 persons, 
having a share of 58.6% of the total population of the region; The gender structure of the population showed a slight 
numerical predominance of the female population, and in terms of the structure by age, there was a decline in the 
young population and the appearance of aging process.  
The agriculture is present in all counties in the region, because  there are favourable natural conditions and an 
important potential for agriculture development, as it is shown in Table 1. 
 
 
 
528   Daniela Creţu and Radu Andrei Iova /  Procedia - Social and Behavioral Sciences  186 ( 2015 )  526 – 534 
Table  1. Structure on counties of farms, according to the agricultural surface used that is owned on an average for a farm in South-Muntenia 
Region, year 2012 
Development 
region/County 
TOTAL farms   
(no) 
TOTAL used agricultural surface 
(SAU)    
used agricultural surface (SAU) owned on an 
average (ha) 
ha % for a farm for a farm that uses SAU 
       Romania 3859043 13366128 100,0 3,45 3,57 
South-Muntenia 800269 2333296 17,5 2,92 3,07 
Argeş 162858 324121 2,4 1,99 2,05 
Călăraşi 76202 405271 3,0 3,32 5,8 
Dâmboviţa 146007 234000 1,8 1,6 1,66 
Giurgiu 84422 269729 2,0 3,2 3,46 
Ialomiţa 63798 362907 2,7 5,69 5,97 
Prahova 166439 250309 1,9 1,5 1,61 
Teleorman 100543 486955 3,6 4,84 4,98 
       Data processed South Muntenia Regional Development Agency, Update 2013, Regional Development Plan  2007-2013  
3.2. Questionnaire presentation  
 
The questionnaire contained open questions, multiple choice and evaluation of some statements, according to a 
scale from 1 to 5 (1 = totally disagree, 2 = partially disagree 3 = I do not know, 4 = partially agree, 5 = totally 
agree). 
The first part of the questionnaire, respectively, questions from 1, to 5, requested information about  the 
respondent and  the organisation he is part of, namely: IDENTIFICATION DATA  (institution name, institution 
address, Telephone/fax/e-mail), MAIN ACTIVITI SECTOR, study level, position held within the company, 
respondent age, others.   
 
3.3.  Interpretation of the data contained in the questionnaire 
 
Of the companies subject to the study (Figure 1), it is noted that micro-enterprises prevail with a percentage of 
47%, followed by small and medium size enterprises 41% and state enterprises 12%. The company with the largest 
number of employees, 85, being SC AGROOSEED MUNTENIA SRL which has the activity “ Cereal growing “ 
and the lowest number of employees, 9, is SC ELITE SRL, also with the activity “ Cereals growing “. 
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Figure 1.  Structure of the economic agents in the studied sample 
Regarding the year of the companies establishment, of the oldest company was established in 1915, being 
JEGĂLIA STUD, a state enterprise dealing with horses growth. Also, THE AGRICULTURAL RESRACH AND 
DEVELOPMENT STATION MARCULEȘTI established in 1929, is the only research station that operated 
continuously since its establishment until today, and the newly established company is SC TERRAGRO INOUT 
SRL in 2014.  
Most economic agents interviewed have as main activity sector cereals growing,  they have a percentage of 52%,  
followed by 23% with activity mainly in services providing in agriculture, processing of agricultural products 19% 
and 6% horses growing.         
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2. Activity sector of the economic agents in the studied sample 
In figures 3, 4 and 5 it is shown the structure of respondents by level of education, age and position in the 
company. Weight, on age category, is represented by the segment 35 to 59 years with a share of 64%. Persons with 
different education and positions were interviewed in order to show a more close to the reality image of the concepts 
on the perception of the importance of practicing an adequate behaviour to leadership, in the company. The share is 
the managers of companies with 31%, followed by the technical director of the company, with a share of 19 percent, 
the general manager, the economic manager and other staff. 
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                                                              Figure 3. Level of the respondents education 
               
Figure 4.  The respondents age 
 
Figure 5. The respondent position within the company 
Efficient leaders possess some specific skills, behaviours and knowledge which contribute decisively to their 
work. Each individual carries a particular item of knowledge, skills and behaviours that are the result of his own 
experience of life (work, education and social interaction) and each individual has the ability to improve his 
capabilities and to modify certain behaviours in order to become more efficient leaders (Tannenbaum, and Warren 
Schmidt, 2009). This can be done through continuous efforts and awareness through practice and training. These 
characteristics were captured by the items included in the request to evaluate the following statements.  
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Question: Please evaluate the following statements for your institution, according to a scale from 1 to 5 (1 = totally 
disagree, 2 = partially disagree, 3 = I do not know, 4 = partially agree, 5 = totally agree), the following results were 
obtained, highlighted in table 2. 
 
Table 2. Evaluation of statements regarding the leader role in an organization 
No 
crt 
                                              Statements       Evaluation 
1 2 3 4 5 
1 Leaders are persons with special characteristics  2% 6% 2% 30% 60% 
2 In order to be a leader you must be born with the necessary qualities (talent) 4% 4% 20% 60% 12% 
3 Leader can obtain the success only together with those who support him  6% 8% 4% 42% 40% 
4 Leaders must be promoted inside the organisation 6% 6% 10% 24% 54% 
5 In this organisation leaders are managers  2% 2% 6% 10% 80% 
6 Leaders do not need special training in order to be successful  80% 4% 4% 6% 6% 
 
Most respondents stated, in a percentage of 80%, the fact that, in their institutions, the leaders are also 
managers,  80 % state that the leaders do not need special training in order to be successful and only 12% consider 
that in order to be a leader you must be born with the necessary qualities. 
At the question: How do you appreciate the characteristics of leaders/performers in your organisation, 
according to a scale from 1 to 5, the answers were quantified in Table 3. 
 
Table 3. Appreciation of leaders' qualities 
No. 
Crt. 
                               Qualities                  Leaders  
 1  2  3   4   5 
1 Professional knowledge  4% 6% 4% 10% 76% 
2 Managerial knowledge  2% 4% 4% 20% 70% 
3 Ability to make decisions 4% 6% 8% 38% 44% 
4 Creativity 2% 4% 6% 58% 30% 
5 Experience in the area 2% 4% 4% 20% 70% 
6 Ability to elaborate and apply strategies and policies  2% 2% 10% 60% 26% 
7 Foreign languages knowledge  2% 4% 32% 44% 18% 
8 Team working  2% 2% 6% 42% 44% 
9 Loyalty to the company  2% 2% 6% 26% 64% 
10 Involving in the company life   2% 2% 8% 38% 50% 
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11 Supporting those around  2% 2% 8% 24% 64% 
12 Communication with those who interact  2% 2% 6% 32% 58% 
13 Seriousness 4% 4% 10% 22% 60% 
14 Ethics 2% 8% 4% 36% 50% 
15 Focus on objectives achievement  2% 2% 6% 18% 72% 
16 Open to new  2% 4% 16% 20% 58% 
17 Knowing the customers requirements  2% 6% 4% 22% 66% 
18 Decided action for change 2% 2% 14% 14% 68% 
 
The interviewed persons, regarding leaders: in a percentage of 76% says that leaders have professional 
knowledge, 72% focus on objectives focus, 70% consider significant experience in the area and also 70% 
management knowledge. Note that, although it is confusion between manager and leader, most of the qualities 
above a percentage of 50%, are leaders' characteristics.   
The evaluation of the statements regarding the organisation values, as they are perceived by the respondents, 
according to a scale from 1 to 5 (1 = totally disagree, 5 = totally agree), are presented in Table 4. 
 
Table  4. Evaluation of statements regarding the company values 
No 
crt 
                               Statements                       Evaluation 
1               2               3             4                 5 
1 The institution success depends to a great extent to the characteristics 
of its own organizational culture  
2% 2% 4% 16% 76% 
2 There is a set of values known and accepted by most employees in the 
institution  
2% 2% 8% 30% 58% 
3 Leaders and employees all know  what it  is and it is not accepted in 
our company  
2% 2% 8% 38% 50% 
4 A wide range of events, ceremonies (ex celebrations) are organized in 
the institution which lead to the increase of employees' cohesion and 
performances  
2% 2% 18% 36% 42% 
5 Men and women participate equally in the activities developed  2% 4% 12% 32% 50% 
6 The organizational culture of our institution is different from the one 
of the competitors  
66% 18% 6% 6% 4% 
 
The respondents stated that in a percentage of 76% that the institution success largely depends on the 
characteristics of their own organizational culture, 58% answered that there is a set of values in the institution 
known by most employees, 50% say that men and women participate equally in the activities.  
In Table 5, the respondents' evaluations are contained regarding the attributes that they would like to have their 
leaders (1 = totally disagree, 5 = totally agree). 
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Table 5. Evaluation of leaders' characteristics 
No. Crt.              Characteristics        Evaluation 
1 2 3 4 5 
1 Trust in themselves 2% 4% 10% 10% 74% 
2 Trust in collaborators  4% 8% 14% 40% 34% 
3 Solid professional knowledge 2% 2% 6% 20% 72% 
4 Open, permanent communication with those 
around   
2% 4% 6% 18% 70% 
5 Own vision  2% 2% 8% 24% 64% 
6 Humour 2% 6% 18% 24% 50% 
7 Inspiring those around 2% 2% 8% 20% 68% 
8 Authority  2% 2% 4% 22% 70% 
9 Courage 2% 2% 12% 22% 64% 
10 Supporting collaborators to achieve their tasks 2% 6% 12% 26% 54% 
11 Rapid decision making  2% 2% 12% 20% 64% 
12 Ability to make changes 2% 4% 12% 30% 52% 
13 Constant stimulation of people around  2% 6% 10% 12% 70% 
14 Strong motivation of staff 2% 2% 12% 12% 72% 
15 Independence 2% 4% 10% 30% 54% 
16 Strong ambition  2% 2% 12% 20% 64% 
17 Informal communication with those around 2% 8% 12% 34% 44% 
18 Ability to learn from any situation  4% 6% 12% 24% 54% 
19 Ability to create a pleasant work area 4% 10% 12% 20% 54% 
20 Focus on clear objectives 2% 6% 12% 20% 60% 
21 Intercultural skills 2% 10% 20% 38% 30% 
22 Desire to contribute to professional development 
of his employees 
2% 14% 14% 20% 50% 
23 Avoid conflicts 2% 4% 20% 34% 40% 
 
Most persons in the companies interviewed say in a rate of 74% that the leaders' trust in themselves is the most 
important skill, inspiring the subordinates, 72% said that leaders should have solid professional knowledge because 
they are the ones that come with proposals, they can solve problems, they get things done and especially, they take 
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their responsibilities. Leadership means vision, to take a man's performance beyond the limits he has (Mc Gregor, 
2008), for that 70% say that constant stimulation of people around plays an important role in the professional 
development. 
 
4. Conclusions 
 
In Romania, leadership is practiced empirically based on experience gained. this is due to the historical 
conditions of the evolution of the Romanian economy. The Romanian managers practice leadership without being 
aware of it. They act as leaders due to their personality.  (Crețu & Iova, 2010).  
It is confusion between management and leadership; the company manager is automatically considered also a 
leader on the grounds that he is the boss.  
In the agricultural business sector, leadership is very little understood, because  the examples of successful 
companies are not considered, which, mostly, or they are not even highlighted by mass media. 
In the agricultural area, most leaders are also administrators, engineers, managers - that is why they must possess 
the ability to communicate with the subordinates, to build trusting relationships, to encourage staff, to believe in 
their potential. 
In the future, companies must invest in courses of diverse professional training and to receive graduates receive 
in order to develop the potential of the organisation. Failure to select and develop employees may be a reason for the 
leaders' failure and a loss for the companies. 
A company that has at least one leader, it will be able to influence the external area, thus directing the forces of 
the company in the right direction, while a company without a true leader will be shaped by the pressures of the 
external area. Se pot we can develop a successful business if the other accept and recognize the need of leader 
position within the company. True leaders are not born, but they are formed over time (Tichy Noel & Cohen, 2000). 
People can become more efficient leaders if they really want that. Good leaders are formed during a continuous 
process of study, education, training and experience (Maxwell, John, 2010). The skills specific to leadership are not 
innate but to a small extent and therefore they must always be improved through work and study. The best leaders 
will never cease the process of self learning and study. 
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